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TOWARD EEO 


A First Year Progress Report 


on the 


Affirmative Action Plan 


For Equal Employment Opportunity 


In May of 1969 we issued the NIH Affirmative 
Action Plan for Equal Employment Opportunity. It 
set forth the specific actions we planned to take 
so that all employees at NIH, and all applicants 
for employment, would be assured of the same job 
opportunities regardless of their race, color, sex, 
religion or national origin. 

Recently I asked the Director of each Bureau, 
Institute, Division and Office to submit to me an 
m EEO Progress Report, May 1969 - May 1970 ", so we 
can see how far we have come in the last year on 
the road toward our goal of equal opportunity in 
employment. This booklet includes a summary and 
evaluation of those reports as well as statistical 
data and analysis based on minority group informa- 
tion maintained by the Equal Employment Opportunity 
Officer. It was prepared by the NIH Equal Employ- 
ment Opportunity Council, which has the job of 
monitoring our Affirmative Action Plan and advising 
me what changes or additional actions are necessary. 

We recognize that limitations in this, our first 
EEO reporting effort, may not have identified all the 
affirmative actions that are being taken. Anyone who 
wishes to study the full reports can do so by calling 
Dr. Colvin L. Gibson, our Equal Employment Opportunity 
Officer, whose telephone extension is 663d. 

After studying this booklet you will agree, 

I believe, that we have made a start toward our goal 
of equal employment opportunity. Yet our major work 
lies ahead. Therefore, I ask that each B/l/D Director 
evaluate his efforts and progress during the past year 
and pull up any shortcomings, so that a year from now 
our report will show significant acceleration of 
accomplishments. I will not be satisfied with less. 



Robert Q. Marsuon, M.D. 
Director, NIH 


July 10 , 1970 
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MINORITY EMPLOYMENT STATISTICS 


An NIH minority group census has been taken four times since June, 
1965, most recently in November, 1969 . These data, in combination with 
other information, afford an opportunity to examine trends in employ- 
ment on the basis of race and sex for the NIH population. 

The relative fractions of NIH employees in various pay plans 
remained constant over the period studied (July 1965 to November 1969) 
with about 71$ GS workers, l6$ Wage Board workers, and 13$ in other pay 
plans (these 13$ are primarily Commissioned Corps Officers). The non- 
white employment has remained at about 22$ of the total work force, with 
Blacks making up the largest fraction of this group. On the basis of sex, 
women comprise 45$ of the work force. 

A breakdown of employees in various pay categories by race reveals 
that 22$ of all GS workers are black but that 62$ of all Wage Board workers 
are black. Less that 1$ of employees in "other pay plans" are black. 

These figures have not changed appreciably since June 1965. Women comprise 
5 6$ of the GS workers, 24$ of the Wage Board workers, and 1$ of workers in 
other pay plans. 

Where do Blacks stand in relation to Whites, men in relation to 
women, in GS and Wage Board jobs? Lata from the 1969 Minority Census, 
analyzed on the basis of comparable salaries for the GS and Wage Board 
categories , give answers to these questions . Figure 1 shows the numbers 
of Blacks and Whites in three major groupings of GS grades. While the 
numbers of Blacks and Whites are approximately equal in grades 1 through 4, 
there clearly are many more Whites than Blacks in all grades above GS 4. 

In Figure 2, comparable data for Wage board employees in salary ranges 
equivalent to GS 1 - 4 (Under $6,500) and GS 5 - 9 ($6,500 - $10,000) 
show quite the opposite : there are more Blacks than Whites . 

When the data are analyzed on the basis of females versus males 
(Figures 3 and 4) it is shown that males clearly outnumber females in the 
highest salary groups. In the middle ranges ($6,500 - $10, 000 ^ however, 
females distinctly outnumber males in the GS group, the opposite occurring 
in the Wage Board group. In the lowest salary ranges there are many more 
females than males in the GS group but, in contrast, a moderately larger 
number of males than females in the Wage Board group. 
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Statistics on certain job categories are of interest: the GS 3^0 
Program Management Series, 175 Whites, 5 Blacks; the GS 500 Accounting 
and Budget Series, 246 Whites, 6 Blacks; the GS 1100 Series, Business and 
Industry Group, 235 Whites, 10 Blacks. The sheet metal workers, the 
carpenters and cabinet makers, and certain other job categories show similar 
distributions . 

In the Commissioned Corps at the NIH Blacks constitute 1$ of the 1250 
officers and less than 0.3$ of the physicians. 

Only within the last few weeks has it become possible for our auto- 
matic data processing system to give us information of the type reported 
above. In conjunction with the Office of Personnel Management, the Equal 
Employment Opportunity Council will further analyze our employment statis- 
tics to explore the situations identified above and to provide guidance 
in dealing with areas that need special attention in our Equal Employment 
efforts . 


GRAPHIC ANALYSIS OF AFFIRMATIVE ACTIONS 
(See next two pages) 

The NIH Affirmative Action Plan for Equal Employment Opportunity 
(May 1969) lists 33 specific actions to be taken by management officials 
to improve our personnel system and insure equal treatment for every 
employee or applicant. For each action, the Plan sets a target date 
and shows who has primary responsibility. The 33 items are arranged 
under five main headings : 

A - Recruitment and Placement 
B - Management and Supervisor Development 
C - Employee Training and Development 
D - Promotion 
E - Employee Relations 

The chart on the next two pages shows in a relatively simple way 
how well we have done in carrying out these 33 action items . This 
information comes from analysis of the "EEO Progress Report, May 1969- 
May 19T0 M submitted by each Bureau, Institute, Division, Office or 
other reporting unit. Each specific action is identified by a letter 
corresponding to a particular section of the Affirmative Action Plan 
(see above) and by the number of the action item under that section 
of the Plan. To save space, actions are described only briefly on 
this chart; see the corresponding section of the Affirmative Action 
Plan for the full wording. 

The EEO Program is geared to specific and positive action. In 
general, therefore, credit for action has not been given on this chart 
for routine personnel management practices, but rather for special 
efforts made to meet the specific goals of the Affirmative Action Plan. 

Several reporting units have taken specific actions not required 
by the Plan. Some of these also are recorded on the chart. The 
number of employees in each reporting unit is also shown to give some 
idea of how many people are affected. 

Legend 

Target dates are shown by month/year; C = Continuing 

Action Item Included In Plan Action Item Not Included In Plan 

and or 

Assigned To Reporting Unit Not Assigned To Reporting Unit 



No Action Reported 

Action Started 

Initial Action Completed 

(But continuing action 
may be required ) 
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Specific Action Number of Employees 


I A 1 - Use more effective ways to recruit minority people 

C 

[a 2 - Evaluate recruitment program at minority schools 

9/69 

A 3 - Visit more schools to recruit minority candidates 

c 

A 4 - Find better ways to tell college students about NIH jobs 

c 

A 5 - Use more minority employees as recruiters 

c 

A 6 - Revise unnecessarily high recruiting standards 

c 

j A 7 - Seek flexible duties and hours for entrance level jobs 

7/69 

1 A 8 - Improve the system for advertising job vacancies 

5 / 69 -C 

A 9 - Make sure minority people have access to summer jobs 

5/69 

A 10 - Help under-utilized employees find jobs with more future 

c 

A li - Update job descriptions and make them accurate 

c 

B 1 - Hold EEO seminars for B/l/D Directors 

5/69 

B 2 - Train B/l/D personnel to conduct EEO conferences 

6/69-c 

B 3 - Hold EEO conferences for B/l/D supervisors/managers 

6/69-c 

B 4 - See that new supervisors get required training 

5/69-C 

B 5 - See that all other supervisors get necessary training 

10/69-c 

B 6 - Set up task force to study training needs of managers 

5/69 

Cl- Prepare policy booklet on staff development and training 

7/69 

C 2 - Improve B/l/D planning for employee development 

c 

U 3 - Check dead-end jobs; help employees prepare for promotion 

c 

C 4 - Train supervisors in counseling, job engineering etc. 

c 

C 5 - Study need for apprentice programs at NIH 

8/69 

c 6 - Expand adult education programs 

c 

C 7 - Publicize training opportunities better 

7/69 

C 8 - Improve job opportunities for disadvantaged youth 

6/6 9 

C 9 - Counsel employees who fail to qualify for promotion 

c 

B 1 - Make sure employees understand the Merit Promotion Plan 

c 

D 2 - Make sure the Merit Promotion Plan is followed 

c 

El- Recommend improved system for career counseling 

9/69 

E 2 - Study what NIH should do to improve transportation 

6/69 

E 3 - Study what NIH should do for minority housing 

9/69 

E 4 - Study feasibility of a child care program 

5/69 

E 5 - Prepare booklet of supervisors' EEO responsibilities 

6/69 

Actions Not Required By The Affirmative Action Plan: 

Establish EEO Committee for B/l/D 


Appoint EEO consultant and/or coordinator for B/l/D 


Special effort to communicate EEO program to employees 










SELECTED ACCOMPLISHMENTS 


The chief accomplishments reported by the various Bureaus, Institutes, 
Divisions and Offices for the year May 1969 ~ May 1970 are summarized 
below. Like the chart on the preceding page, the items are arranged 
under headings corresponding to the main sections of the Affirmative 
Action Plan for Equal Employment Opportunity (May 1969 ). Within each 
section, the summary follows approximately the order in which specific 
action items are listed in the Plan. 

A. RECRUITMENT AND PLACEMENT 


Recruitment 


In the area of recruitment, considerable effort was apparently made but 
relatively few positive results were obtained. This overall picture tends 
to conceal the very progressive attitude exhibited by several B/l/D Directors 
who have attempted to develop a viable recruitment program as set forth in 
the NIH Affirmative Action Plan for Equal Employment Opportunity. 

The Associate Director for Extramural Research and Training, in cooper- 
ation with DRG and NIDR, successfully recruited two Black professionals 
for top level management positions (Deputy Director, DRG, and Associate 
Director for Extramural Research, NIDR). BEMT hired a Black profes- 
sional as Special Assistant to the Bureau Director. 

NIH increased the number of minority group schools visited from 1 6 

in 1968-1969 to 21 in 1969-1970. 

OPM, in cooperation with NIDR, BEMT, NIEHS, NCI, DCRT, and NICHD, 

used lb Black recruiters in 1969 (an increase of 100 $ over previous 
years) for recruiting at minority group universities and schools. 

NIH participated in CSC's Joint Effort for Talent (JET) program at 

two southern minority group universities. 

NIH has a line of communication with the Washington Technical Institute 

and has hired one of this year’s four graduating Biological Technicians. 

NIEHS advised the North Carolina Central University Biology and 

Chemistry Departments, of the qualifications for employment in the 
Federal Service. Its professional staff was instrumental in helping 
NCCU to set up a course in physical chemistry so that its graduates 
in chemistry can qualify for positions as Chemists in lieu of Physical 
Science Technicians. 

Advertising Job Vacancies 

OPM has improved the system for job advertising within the NIH by posting 
vacancies weekly on the 30 official bulletin boards, in Personnel Offices, 
and in selected work areas designated by the b/i/d's. 

NIEHS has built and installed special job vacancy bulletin boards 

beside each regular bulletin board in their building. NICHD has 
established merit promotion bulletin boards in all areas occupied 
by the Institute. 
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Career Counseling 


Organized career counseling has been, and remains, one of the most neglect- 
ed personnel functions at the NIH. In an effort to initiate some activity- 
in career counseling, the NIH Equal Employment Opportunity Council prepared 
and sent to the Director, OPM, a report "Career Counseling for Employees" 
which analyzed existing practices and offered a specific plan to meet our 
needs . Most of this proposed counseling plan has been incorporated into 
the Affirmative In-service Development Program presently being developed 
by the Office of Personnel Management. Although, as a whole, the NIH has 
made little effort in terms of career counseling, some of the b/i/d's have 
made significant progress. 


NIAMD has established courses in basic biology and chemistry which 

are attended by 19 of their employees Successful completion of these 
courses may enhance advancement opportunities for these employees. 
Additionally, some i0 employees in lower wage groups have been indivi- 
dually counseled regarding their career interests and training needs. 
Approximately 50$ of these employees are now enrolled in courses for 
their own development, 

NLM reviewed personnel records for all clerical/technical employees, 

GS-8 and below, in an effort to find interested, qualified candidates 
to be considered for Maryland University's Graduate School of Library 
and Information Sciences. As a result of this review three minority 
group employees were selected for the program, the successful comple- 
tion of which will result in a better opportunity for advancement. 
Additionally, NLM has also identified and selected three clerical 
employees for formal and on-the-job training as Computer Programmers. 

NICHD interviewed all minority employees regarding their experience, 

training and career goals . Career plans will be developed for those 
who indicate a desire to change fields or otherwise move from their 
current jobs. 

NIDR has counseled approximately 20 employees (GS-4 and below) in- 
cluding animal caretakers, glass washers, and clerks. Two caretakers 
have been promoted to positions of Biological Laboratory Technician. 
Three glass washing personnel have been reassigned to positions in the 
Computer Unit. 

BEMT has selected a "Career Counselor" for each of its divisions 

and the office of the Bureau Director. These counselors have dis- 
cussed with each minority employee his or her career goals and the 
methods by which they may be obtained . 


Updating Job Descriptions 

Supervisors have the responsibility to provide employees with current and 
accurate job descriptions. Although there has been some improvement in 
the adequacy of job descriptions, much remains to be done. Only a few organ- 
izations have made extensive efforts to insure that their employees are 
provided with current and acurate job descriptions. These include the 
Division of Nursing, EEMT, and the Clinical Center A recent proposal 
prepared by the NIH EEO Council recommends a more effective procedure 
for conducting the position description review. 
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B. MANAGEMENT AND SUPERVISOR DEVELOPMENT 


Director’s Conference on EEO 


The initial conference was held July 9-10, 1969, with bb participants 
(B/l/D Directors, Director NIH and his immediate staff and 1 6 black 
employees). A follow-up conference was held November 26, 19^9* The 19 
recommendations resulting from these conferences were accepted by the 
Director NIH on April 9? 1970, and reported to employees in "EEO Action" 
newsletter during May. 

Training of Personnel to conduct EEO Conferences 


21 NIH employees have been trained and have acquired such experience. 
A further training institute is scheduled for September 1970. 

Conferences on EEO at B/l/D Level 


EEO Conferences have been conducted within 0PM (60 participants), 

DRS (6 conferences, 120 employees), NICHD (3 conferences. 111 parti- 
cipants), and NCI. Similar conferences are being planned ‘by NLM, NINDS, 
and DRG (36 managers). Discussions on EEO at staff and employee meetings 
were reported by DRR-BEMT (35 supervisors in two half-day sessions), FIC, 
DPM-BEMT, DAHM-EEMT. 

Training of Newly Appointed Supervisors 

Training for new supervisors was conducted by DRS (3 classes, 5 6 supervisors). 
0PM has conducted 7 introductory courses for ibO participants (including OES, 
22; DHMES-BEMT, 2; DBS, 13; DCRT, 11; NIAMD, 3; NIEHS, 2; NIGMS, 7). Three 
additional courses are planned by 0PM. 

Advanced Supervisory Training 

Advanced training for supervisors was conducted by DRG (52 supervisors). 

0PM conducted courses for 100 supervisors (including OES, 11; DRS; DRR-BEMT, 
lb; DPM-BEMT, 5; DCRT, b; NIAMD, 6; NIEHS, 5). Additional courses are 
planned for supervisors in DRG, CC, NEI, NIDR and NICHD. 


C . EMPLOYEE TRAINING AND DEVELOPMENT 


Policy Statement on Staff Development 


A memorandum for all employees on the NIH philosophy and policy on staff 
development has been prepared by 0PM and is under review by b/i/D’s; 
procedures for implementation are also under review. A handbook of 
available training programs, courses and facilities is being prepared 
by 0PM for distribution to supervisors in July 1970. 
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Employee Training and Development 


During the past year, considerable efforts have been made in regard to 
employee training and development. The following table indicates the 
areas in which specific action has been accomplished, planned, or is in 


progress . 

SPECIFIC ACTIONS 

TRAINING PLANNING 

TRAINING OPPORTUNITY 
ON AND OFF JOB 

DEAD END JOBS 

MANAGEMENT SUPPORT JOB 
ENGINEERING, ETC. 

APPRENTICE PROGRAMS 

LITERACY PROGRAMS 

INFORMATION ON TRAINING 
AVAILABLE 

COUNSELLING ON TRAINING 


B/l/D 

DRG , DRS , OAS , BEMT , NLM, DBS , 

FIC , NC I , NIC HD , NIDR , NINDS 
DRG , OAS , OES , OFM, BEMT , NLM , 

CC , DBS , DCRT , NHLI , NIA ID , NIDR , NIGMS 

DRG , DRS , OAS , BEMT , CC , DCRT , NC I , 

OES , OFM, NIM , NHLI, NIAMD , NICHD , 
NIEHS, NIGMS, NINDS 

DRS , OAS , BEMT , CC , DCRT , NC I , 

NIAMD, NICHD, NINDS 

DBS, DCRT 

DRG , DRS , OAS , OES , OPM, BEMT , CC , 

DBS , DCRT , FIC , NIAMD , NIDR , NIEHS 

OPM, BEMT, NIM, CC ,DBS , DCRT, FIC , 
NICHD , NIDR , NIEHS , NINDS 

CC, NHLI, NINDS 


Activities regarding employee training and development require the full 
cooperation of supervisors and employees, at all levels, as well as manage- 
ment. The accomplishments reported are indicative of a growing awareness 
of, and the commitment of a number, to equal employment opportunity at NIH. 
While certain activities (i.e., provisions for adequate placement counselling 
by skilled personnel and comprehensive planning for employee training and 
development) are still in a planning stage, definite progress has been made 
toward the implementation of the Affirmative Action Plan. 


Jobs For Disadvantaged Youth 

Jobs for disadvantaged youth continue to attract young people into summer 
employment at NIH, providing not only compensation for youth but also 
valuable work experience. During the summer of 1969, 336 Summer Aids 
were employed, and 381 are expected in 1970. The Summer Aid Program is 
NIH-wide , with most b/i/d's participating and making particular effort 
to provide meaningful training for these young people. In addition NIH 
provides training for Summer Aids four hours per week for eight weeks 
in special enrichment programs. 

Several b/i/d's, including DRS, NIM, BEMT, NIAMD, NCI and NIEHS, partici- 
pated in the Stay in School program, in which disadvantaged high school 
seniors work l6 hours a week during school time and full time during 
school vacations. NIH now has 23 high school students enrolled in the 
Stay in School program, and has six participants in the Junior Youth 
Fellowship Program. 
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D. PROMOTION 


The new NIH Merit Promotion Plan was published by OPM and distributed with 
explanatory material to supervisors and employees. Several B/l/D’s made 
seme additional effort to make sure that employees understand the plan. 
NIEHS held half-day meetings with all employees and supervisors within 
four months after the Plan was issued. 


E. EMPLOYEE RELATIONS 


Employee Counseling 

The EEO Council’s proposal for career counseling, and its incorporation 
into the Affirmative In-Service Development program now being developed 
by OPM, were described under "Recruitment and Placement" on a previous 
page of this booklet. 


Transportation and Housing 


The Office of Management Policy and Review completed a study on trans- 
portation of NIH minority employees, and also, in cooperation with OPM, 
a survey of minority group housing. Specific recommendations from these 
studies have not yet been put into effect, but OPM has successfully arranged 
for the Capital Flyer, a low cost express bus service from the Cardozo 
area of the District of Columbia, to make stops at NIH beginning June 9 
and thus help meet the transportation problem for some of our employees. 
Additional bus service to NIH will begin June 22. 


Child-Care Program 


The EEO Council endorsed the efforts of the NIH Recreation and Welfare 
Association to establish a day-care center for children of working mothers. 
This project has been stymied by lack of a suitable site. Thus despite 
the studies that have been made of transportation of NIH minority group 
employees, of minority group housing and of child day-care centers, progress 
in terms of specific accomplishments has been slow. 


F. OTHER ACTIONS 

(Not Required by the Affirmative Action Plan) 


EEO Committees 


Biracial or multiracial committees have been established in DRS, OAS, 
OPM, BEMT, NLM, DBS, NCI, NHLI, NIAID, NICHD, NIDR, NIEHS, NIGMS and 
NINDS to advise management officials about the development of the EEO 
Program and to provide communication between employees and management 
OES and FIC plan to establish biracial EEO Committees. 


Ik 


EEO Coordinators and Consultants 


OPM has hired a full-time EEO Coordinator; DRS is actively recruiting 
for one. NIGMS has appointed an EEO consultant who, with various 
staff members, visited several predominantly black colleges and univer- 
sities to give information, advice and encouragement about the Institute’s 
grant programs . 

C ommuni c a t i ons 


The Director of NIDR holds informal weekly meetings in his office 

with small multiracial groups of employees of both sexes and all 
levels of employment to provide a continuing channel for the ex- 
pression of feelings and perceptions and ideas. 

NIAMD held a series of special meetings in which the Director, 

Scientific Director and/or EEO Counselor discussed the Institute’s 
EEO program with top management staff, Laboratory and Branch Chiefs, 
and groups of Blacks and other intramural employees . 

NLM has bimonthly lunch-time open meetings to discuss problems of 

management -employee communications, including problems relating to 
EEO. Minutes are kept and circulated to all NLM employees. 

DRG, DRS and CC have arranged conferences in which their EEO Counselors 

meet with groups of employees to explain the EEO Program and discuss 
EEO problems . 

NINDS is starting an employee newsletter which will carry EEO items . 

DRG has a Question and Answer column in "Personnel Items", the DRG 
newsletter. If a logical question related to a justified "gripe" is 
asked, the situation is corrected as soon as possible and the fact 
that action has been taken is published . 

Improvements in Personnel Management 

* 

NIAID set up a procedure for using the Appraisal of Performance form 

(HEW 525) which emphasizes the supervisor's responsibility to discuss 
with the employee not only the rating itself but also strengths and 
weaknesses in work persormance, promotional opportunities, and sources 
of information about further career development . 

OAS reminded its employees of their responsibility to file SF 172 to 

update their personnel records with information about training, outside 
experience and other items that might be important when employees are 
considered for promotion. 

ADA arranged for a Personnel Representative to be on biweekly night 

duty to answer questions or resolve problems for the night house- 
keeping work force which is predominantly minority employees . It is 
planned to extend this service to all ADA employees who work at night. 

OPM is developing and testing the Affirmative Inservice Development 

(AID) Program, which combines the establishment of skills files for 
employees, job opportunity files, and career counseling. Opportunity 
skills files have been set up for housekeeping employees who may be 
subject to downgrading because of CSC reclassification; 11 employees 
have been reassigned since the program was started in March 1970. 


15 


EQUAL EMPLOYMENT OPPORTUNITY COUNSELORS 


EEO COUNSELORS AT HEADQUARTERS (Members of the EEO Council, NIH) 


Component 

EEO Counselors 

Bldg. 

Room 

Ext. 

QAS 

Lucy E. Barnes 

13 

2320 ^ 

65711 


Matthew Smith 

ikA 

G-l 

65610 

OES 

Sype S. Pointer 

22 

106 

64817 


Russell B. Scott 

3T 

B-123 

66484 

OD 

Joseph A. Keyes 

1 

235 

63471 

NCI 

John A. Cooper 

37 

3C-28 

65591 


Glennwood E. Drivers 

37 

2C-22 

66470 

NEI 

James L. Jones 

10 

10D-13 

63424 

NHLI 

Catherine S. Delea 

10 

8N-214 

66268 

NIAID 

Teresa Mercado 

5 

136 

63637 

NIAMD 

Gerald Shean 

2 

323 

66275 

NICHD 

Doris B. Stanley 

31 

3A-3^ 

64771 

NIDR 

Warren K. Ashe 

30 

302 

63051 

NIEHS 

Winston C. Mani, Research 

Triangle Park, N.C. 

. 919 - 549-8309 

NIGMS 

Elizabeth Frame 

Westwood 

803A 

67253 

NINDS 

H. Jeni Arliss 

31 

8A-50 

63523 

CC 

Alexander Davis 

10 

BIN-313 

62418 


Lucille Dublin 

13 

G -^8 

62227 


Florence Sato 

10 

9S-220A 

63242 

FIC 

Joseph A. Keyes 

1 

235 

63471 

DBS 

Damian Crane 

29 

316 

64343 

DCRT 

Michael C. Mackey 

12A 

2011 

61487 

DRG 

Everlyne Murdock 

Westwood 

3^0 

67430 

DRS * 

John M. F. Debroske 

13 

3W-2 6 

64656 


Alfred G. Stringer 

10 

BlL -309 

62982 


William A. Quinlan, Jr. 

13 

3W-13 

64426 

BEMT 

Charles Coates 

31 

5B-10 

65691 


Harold Eisele 

31 

5B-62 

64875 

NLM 

Alvin J. Barnes 

38 

158 

66095 

EEO COUNSELORS AT FIELD STATIONS (Not members of 

the EEO 

Council, NIH) 

NIAID 

Rocky Mountain Laboratory 
Hamilton, Montana 


Elisabeth Casper 

NIAID 

Middle America Research Unit 

Balboa Heights, Canal Zone 

Walter E. Smith 
John Vogel 

NICHD 

Gerontology Research Center 
Baltimore, Maryland 


James Tucker 

NCI 

Baltimore Cancer Research 
Baltimore, Maryland 

Center 

Clarence Dixon 

NLM 

National Medical Audiovisual Center 


Leon Chisolm 


Atlanta, Georgia 

DDH-EEMT Dental Health Center 

San Francisco, California 


Royden Winchester 


EQUAL EMPLOYMENT OPPORTUNITY OFFICER , NIH 

Colvin L. Gibson Bldg. 31 Room 2B-32 Ext. 663 OI 
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